i International Journal for Multidisciplinary Research (IJFMR)

IJFMR E-ISSN: 2582-2160 e Website: www.ijfmr.com e Email: editor@ijfmr.com

Technological Readiness and Training
Development as Predictors of Work
Performance among Credit Cooperatives in Mati
City
Melchie L. Masumpad?, Dr. Catharine G. Caballero?

Teacher 111, Lupon National Comprehensive High School, Department of Education
melchie.masumpad@deped.gov.ph
2Associate Professor 11, Faculty of Business and Management , Davao Oriental State University
catharine.caballero@dorsu.edu.ph
https://orcid.org/0000-0002-8192-9705

Abstract

This study looked into the influence of technological readiness and training development on the work
performance among Credit Cooperatives in Davao Oriental, Philippines. Quantitative research design
using multiple regression analysis was employed in the study. A Survey questionnaire was administered
to the 100 personnel from credit cooperatives in District 2 of Davao Oriental, Philippines using total
population sampling method. Findings show that the overall level of technological readiness of employees,
training and development, and work performance all obtained a very high descriptive level. On the other
hand, both the technological readiness and training development have significant influence with work
performance. However, of the two independent variables, training development emerged as the strongest
predictor of work performance.

Keywords: Technological Readiness, Training Development, Work Performance, Credit Cooperatives,
Davao Oriental, Philippines

1. INTRODUCTION

Work performance is, indeed, critical for organizational success. It is the core of productivity, influences
service quality, and determines organizational competitiveness in the market. However, all organizations
face difficulties with sustaining their employees' work performance due to rapid development of new
technologies and ever-changing working conditions (Kulkarni et al., 2024). The problem is also supported
by statistics that show decreasing work performance among individuals recently. In particular, there has
been observed low efficiency of employees, increased number of errors in performance, and poor quality
of work completed by staff members. There are numerous factors that contribute to this; there is increased
pressure to perform, lack of continuous skills training, non-prepared individuals to adopt new
technologies, unclear job descriptions, and low employee motivation at work among others (Ogbodoakum
et al., 2022). With the adoption of new technologies becoming necessary simply for companies to survive,

IJFMR260380406 Volume 8, Issue 3, May-June 2026 1



http://www.ijfmr.com/
mailto:melchie.masumpad@deped.gov.ph
mailto:catharine.caballero@dorsu.edu.ph
https://orcid.org/0000-0002-8192-9705

i International Journal for Multidisciplinary Research (IJFMR)

IJFMR E-ISSN: 2582-2160 e Website: www.ijfmr.com e Email: editor@ijfmr.com

it is only right that these workers possess both the readiness to embrace and the capability to utilize these
technologies.

The influence of effective organizational support and personal skills cannot be overlooked in terms of
increasing efficiency of employees. According to Hossain et al. (2025), the efficiency of employees can
be increased through creating positive working conditions, support from managers, and constant training.
The lack of training leads to stress and reduces efficiency because an employee does not know how to use
the new technology properly. As was noted by Karim (2025), performance decreases as a result of
switching companies to digitization because the majority of individuals were not ready for all these
changes, get confused, and the process of communicating turns into chaos. Consequently, implementing
technology could lead to negative results if you do not put effort into preparing your team.

On a global scale, research has always indicated the significant impact of individual capability along with
organizational factors on work performance. As stated by Hossain et al. (2025), performance at work can
be affected highly by factors such as work environment, manager support, and availability of training. If
employees do not receive adequate training or are unable to cope up with emerging technologies, it leads
to higher stress levels, which eventually results in decreased efficiency and performance. Furthermore,
according to Karim (2025), organizations undergoing transformation into digital systems may have
performance problems related to poor communication, unclear roles, and lack of preparedness for the
system change among others.

Taking all this into consideration, it becomes clear that the work performance issue in the Philippines is
becoming obvious as organizations are forced to comply with the digital developments on a global scale
despite being constrained on the local level. The Rhiannon organizations, especially small firms and
cooperatives, face challenges like lack of contemporary equipment, proper training materials, and different
levels of technological preparedness among employees. As de Larmelina et al. noted, work performance
is an important aspect of business excellence (2025) in Philippine organizations, as it influences their
productivity and effectiveness of service delivery to the customers. Poorly equipped with essential skills
and technologies, employees cannot show required results at work especially when the use of digital
systems is becoming commonplace.

In addition, employee engagement and satisfaction have been highlighted as critical elements that are
strongly linked to performance in the workplace. According to Rahim et al. (2022), when an organization
recognizes its employees and promotes good communication, and develops its employees, they become
motivated, proactive, and excellent performers. Conversely, organizations that fail to develop their
employees and prepare them technologically suffer poor performance, resistance to change, and lack
flexibility (Tunmibi, 2024). This demonstrates the importance of aligning training programs with
technology requirements in order to achieve improved employee work performance. With all these,
training and development have now become an essential aspect for organizations in improving work
performance. This especially applies in the current organization environments where there is always
changing technology. Organizations are slowly coming to understand that the performance of employees
is significantly influenced by the quality of training that they receive. According to Khaouam Et al. (2025),
training programs are vital in ensuring that employees acquire knowledge and skills necessary for them to
execute their job functions flawlessly. In addition to this, Hunja (2024) indicated that training helps in
effective decision-making, reduces work mistakes, and assists in developing a productive workforce.
However, training might not be enough if employees are not willing to utilize the skills they acquire due
to the high level of digitalization in organizations.
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Despite the many ongoing research activities within rural organizations, it is clear that there is still much

work left to be done regarding this issue. On the other hand, very little work has been done on this topic

so far. Most of it is aimed at analyzing large companies or organizations working in urban settings where

the specific issues and the resource constraints faced by cooperatives could not be accurately addressed.

Credit cooperatives are financial institutions dependent on the efficiency, accuracy, and quality of services

rendered by their employees. Thus, they require a well-prepared staff and technological equipment. It is

evident that there is definitely a need for further research regarding this issue due to the absence of

empirical information about the subject matter. An insight into the impact of technological preparedness

and training development on performance will enable cooperators to make better use of the resources at

their disposal and ultimately survive in a digital financial world.

Objectives of the Study

This study aimed to determine the influence of technological readiness and training development on the

work performance among credit cooperatives in Davao Oriental. Specifically, it sought:

1. To determine the level of technological readiness of employees in terms of:

1.1 equipment capability;

1.2 technology skill;

1.3 self-direct learning; and,

1.4 motivation.

2. To determine the level of training development of employees in terms of:

2.1 Training Needs Assessment;

2.2 Program Design;

2.3 Effectiveness; and,

2.4 Development Implementation.

3. To determine the level of work performance of employees in terms of:

3.1 Task Performance;

3.2 Contextual Performance; and,

3.3 Counterproductive Work Behavior.

4. To determine if technological readiness and training development significantly influence employee
performance.

Hypothesis

The hypothesis was tested at 0.05 significance level.

1. Technological readiness and training development do not significantly influence employee

performance.

2. LITERATURE REVIEW

Technological Readiness

Technological readiness may be viewed as the state in which the individual is willing and able to use
technology at work (Otache et al., 2023). This includes not only the individual's attitudes and beliefs but
also his/her capabilities with regard to the technology and organizational assistance with the adoption of
that particular technology. Technological readiness plays a vital role among employees in credit
cooperatives who facilitate digital transactions and record keeping, as well as communicating efficiently
with customers through technology. Employees that are technologically ready have high proficiency in
using software, adapting to system change, and working efficiently (Mweu & Mose, 2024). The four (4)
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aspects of technological readiness include equipment capability, technology skill, self-directed learning,
and motivation.

Equipment capability is an aspect of technology where one evaluates the degree of availability of
technological resources by the employees, such that these resources should be sufficient and operational
to enable efficient execution of tasks (Oliveira et al., 2024). For credit cooperative staff, equipment is
comprised of computers, software, digital communication means, and networking tools. The presence of
sufficient equipment enables effective processing of transaction processes, efficient communication with
customers, and record keeping. Studies indicate that companies with modern technological resources tend
to have highly efficient employees with high-quality services due to low error incidences (Wahyuningtyas
et al., 2023). As Koech and Gatobu (2024) assert, the equipment capability will have direct impact on the
productivity of employees operating within financial organizations. The two scholars further indicate that
adequately equipped cooperative organizations are capable of avoiding any form of delay hence satisfying
their members. Secondly, the level of equipment is another key factor in determining the willingness of
the employees to embrace innovations. According to Kirschirchir (2024), equipment capability is another
important determinant of innovation adoption among employees in cooperative organizations since
employees require the necessary equipment for efficient skill application. Nevertheless, lack of adequate
equipment might frustrate the employees leading to ineffective performance.

Technological skill refers to an employee’s ability to use digital tools, software, and technology systems
that are required for performing their job functions (Kulkarni et al., 2024). For instance, in the context of
credit cooperatives, it entails proficiency with accounting systems, member management software, and
transaction platforms online. Employees with strong technological skills can perform tasks more quickly,
avoid mistakes, and easily adapt to system upgrades (Azhar et al., 2025). According to research,
technological skill is positively correlated with task performance and adaptive performance in technology-
related workplaces (Mohammad et al., 2025). For cooperative employees, these skills enable efficient
management of member information, accurate record keeping of financial transactions, and effective
internal and external communication. Furthermore, technological skills are vital for training. Employees
with adequate proficiency can fully leverage learning programs and apply them effectively (Kalluri, 2023).
Organizations that invest in developing technological skills help ensure that their employees remain
competent, confident, and responsive to evolving digital demands (Reye s -Mercado et al., 2023).
Self-directed learning refers to an employee’s capability and willingness to independently identify what
needs to be learned, acquire new knowledge, and apply skills for improving their performance at work
(Huy & Tam, 2025). With the current work environment, employees can no longer solely rely on
structured training initiatives. Instead, ongoing self-directed learning is crucial for keeping up with
technological advancements and changing organizational requirements. Research has found that personnel
engaged in self-directed learning are more flexible, resilient, and competent at incorporating innovative
tools and procedures into their work tasks (Nawaz & Mo’in, 2025). For credit cooperatives, such an
approach to learning is important for staff members to independently acquire competence in new banking
software, examine financial regulations, or implement effective strategies for digital member services.
Moreover, several studies have shown that employees who consistently engage in self-directed learning
demonstrate greater technological preparedness and higher work output (Nkem, 2024). Enterprises that
encourage self-directed learning through access to online educational resources, mentorship opportunities,
or knowledge exchange platforms can secure more proactive and adequately equipped employees to
manage technological changes.
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Motivation within the context of technological readiness refers to the factors that motivate employees to
effectively embrace and utilize technology (Rane et al., 2024). Motivated employees tend to be more
willing to participate in training programs, examine new systems, and implement acquired skills at work.
There is evidence that motivation significantly influences technology adoption and job performance (Jais
et al., 2024). Among personnel working in credit cooperatives, motivated workers show a higher
involvement in digital banking transactions, compliance with organizational guidelines, and commitment
to providing outstanding member service (Mollah, 2024). Motivation interacts with other elements of
technological readiness; even individuals having appropriate equipment and sound skills may not achieve
optimal performance if they lack motivation to effectively utilize their resources (Daoud & Kammon,
2024). Organizations fostering a motivated culture through incentives, rewards, and supportive
environments empower employees to fully leverage their technological readiness, thereby enhancing
cooperative performance (Soomro et al., 2025).

Training and Development

Training programs in general are created to provide skills enhancement and knowledge development.
These programs aim to improve job performance as well as overall organizational outcomes (Bristol-
Alagbariya et al., 2022). In terms of credit cooperatives, such programs play an important role because
employees handle financial transactions, member services, and operational reporting. All of these
activities demand preciseness, technical skills, and adaptability. Apart from specific job skills, such
programs help employees develop critical thinking, problem-solving, and effective decision-making skills
that are important in a changing financial environment (Jara dat et al., 2025). Effectively conducted
training ensures that employees are prepared for the constantly changing demands of the cooperative,
especially because of the introduction of digital operations and service delivery (Ahmed et al., 2025). As
online banking, digital record keeping, and automated reporting systems become common practice,
employees must continuously update their skills to ensure that quality services and operational efficiency
is maintained (Anh et al., 2024). Further, training initiatives promote technological readiness. Employees
gain confidence using new software and equipment, thereby improving their productivity and accuracy.
Training and development used four (4) dimensions, namely: training needs assessment, program design,
effectiveness and development implementation.

Training needs assessment (TNA) is a systematic approach aimed at identifying the deficits in employee
skills, knowledge, and abilities to help determine appropriate training programs (Adikoeswanto et al.,
2022). In credit cooperatives, the TNA ensures that employee training directly contributes to
organizational goals, technological requirements, and benchmarks of service quality. Conducting the TNA
allows cooperative leaders to identify areas requiring development, such as digital banking platforms,
member, interaction strategies, and financial reporting protocols. Current research shows that tailored
training programs improve employees' productivity and reduce operational errors (Ahli et al., 2024). For
instance, within financial institutions, TNAs have shown that they influence the effectiveness and adoption
of training initiatives by ensuring employees do not engage in content which does not improve their
performance (Naveed et al., 2022). Additionally, TNAs foster employee involvement since staff members
understand that the organization values their development through investing in appropriate skills
(Felemban et al., 2024). Moreover, TNAs play an important role in credit cooperatives, where finances
are limited. It ensures that training investments result in noticeable improvements in work outcomes
without wastage. TNA also plays an essential role in the design of technology-based training programs.
In the case of staff members that operate cooperative administration software and digital services provided
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to their members, TNA highlights any deficiencies in knowledge and technological constraints, leading to
the development of targeted training modules (Ali et al., 2022). Without conducting TNA, training may
become generic and ineffective, thus negatively impacting employee confidence and technological
readiness. Additional research shows that organizations regularly conducting TNA experience greater
acceptance of new technologies and more proficient workforce (McNamara et al., 2024).

Program design refers to systematic planning of training goals, methods, content, and materials in order
to achieve desirable learning outcomes (Sethi et al., 2023). When it comes to credit cooperatives, such a
process includes customization of training, including workshops, online modules, on-the-job instructions,
in accordance with employees' roles and responsibilities. This ensures alignment with both operational
needs and technological requirements of the cooperative. Research demonstrates that a well-designed
program improves employees' performance, promotes knowledge retention, and increases engagement
(Yanamaua, 2024). In a financial context, training programs based on hands-on practice, simulations, and
scenario-based learning have proven particularly effective in increasing transaction accuracy and
operational efficiency (Ho et al., 2025). To design a training program for credit cooperative employees,
one has to take into account not only the complexity of financial tasks but also varied technological skills
among staff members. Such an approach ensures inclusivity and relevance. In addition, program design
should involve assessment tools, feedback loops, and follow-up sessions as they improve learning
outcomes and contribute to transferring skills to actual workplace performance (Lim, 2025). Studies have
also emphasized the importance of contextual relevance. Training designed to reflect real cooperative
situations (e.g., processing member loans or managing financial records) is more likely to result in
employee competence and confidence (Yap et al., 2023). Therefore, an effective program design
contributes directly to technological readiness and overall work performance in cooperatives.

Training effectiveness is concerned with how well educational programs achieve their specific learning
and performance goals (Rahmat et al., 2022). In credit cooperatives, this training effectiveness can be
evaluated based on improvements in task precision, decreased financial transaction errors, increased
adoption of digital tools, and enhanced member service quality. Recent studies suggest that successful
training programs are positively associated with improved work performance and employee satisfaction
(Jeréz-Jeréz et al., 2025). For example, research conducted in rural financial institutions indicates that staff
members enrolled in customized training programs completed tasks faster and adhered more to operational
guidelines compared to employees undergoing standard training (Kim et al., 2023). Effectiveness is not
only limited to learning the skills but encompasses the continued application of training outcomes in
workplace practices. Key determinants of effectiveness include the relevance of the training content,
modes of delivery, participant engagement, and managerial support (Nathani, 2023). In credit
cooperatives, training programs that combine theoretical knowledge with practical exercises — such as
digital transaction simulations or case studies on member interactions — typically result in higher
proficiency levels (Ting et al., 2024). Strong monitoring and evaluation processes, including feedback
surveys, assessments, and performance metrics, are necessary for determining whether training was
effective in translating into performance improvements.

Implementation of development programs is the process of integrating training initiatives into the
operational activities of organizations. The objective is not only to ensure that employees undergo training
but also to actively utilize the skills acquired (Halim et al., 2023). Specifically for credit cooperatives, it
means scheduling training, allocating vital resources, monitoring participation, and ensuring that the
training directly aligns with daily operational needs. Empirical evidence suggests that implementation
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plays a crucial role in translating training efforts into improved performance outcomes (Qureshi et al.,
2023). Cooperatives that implement developmental programs effectively often report higher rates of
technology adoption, decreased operational errors, and improved service quality for their members
(Ferreira, 2022). Also, this process requires continuous support through follow-up coaching and easily
available learning resources that altogether emphasize the application of new skills in the workplace
(Kotiekor Baidoo & Nwagwu, 2024). Additionally, organizational cultural environment is a critical factor
that affects the effectiveness of development implementation. Literature indicates that employees have a
higher tendency to use learned skills when the cooperative creates a supportive atmosphere, encourages
an experimental approach, and officially recognizes the use of these competencies (Trivedi et al., 2024).
In regard to credit cooperatives, effective development implementation is important for optimizing
operational efficiency, improving readiness for technological advancements, and boosting overall
workforce performance.

Work Performance

Employee performance refers to the extent to which employees effectively accomplish their assigned tasks
and contribute toward organizational objectives (Thheeby et al., 2023). In credit cooperatives, good
employee performance is important because staff members have a direct influence on service quality,
financial transactions' accuracy, and operational efficiency within an organization. Good performing
employees ensure that loans are processed promptly, records are kept accurately, and members receive
responsive assistance. The collective effort increases the reputation and stability of the cooperative
(Yanamala, 2022). Work performance is complex, involving different factors such as technical skills,
interpersonal abilities, adherence to rules, adaptability, and proactive behaviors. Scholars have indicated
that work performance can be influenced not only by an individual's capabilities but also by organizational
support, technological readiness, and involvement in training programs (Mohd Faisal et al., 2022). In
cooperative settings, where there are limited resources and members are prioritized, maintaining high
levels of employee performance becomes crucial in preventing operational mistakes, minimizing delays
in services, and maintaining member trust (Mustaqim et al., 2024). The work performance is measured
based on the following dimensions: task performance, contextual performance and counterproductive
work behavior.

Task performance is defined as the essential tasks that employees are officially expected to carry out as
part of their job (Khin & Hung Kee, 2022). For credit cooperatives, such tasks include handling member
accounts, processing loan applications, maintaining precise financial records, and adhering to regulatory
and operational guidelines. Effective task performance is critical for efficient operations as mistakes in
such basic activities directly affect member satisfaction and credibility (Bag et al., 2023). According to
recent research, both training programs and technological readiness positively influence task performance
among employees (Mukherjee et al., 2024). Employees who have access to dependable equipment, up-to-
date software, and well-structured training are more capable of accomplishing tasks efficiently and
accurately (Carvalho et al., 2023). In cooperatives, that implement digital transaction systems, employees
who underwent structured training and technological preparation made fewer errors and processed
transactions more quickly (Aini et al., 2025). Additionally, the task performance increases if employees
receive clear instructions, explicit role guidance, and continuous feedback, all enabled by the cooperative
management structure (Al-Shammari et al., 2024). Task performance is also associated with motivation;
when employees are acknowledged and appreciate their efforts, they tend to maintain accuracy and
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consistency (Bhatt & Shah, 2023). Since member satisfaction plays a vital role in cooperatives, successful
task performance contributes to smooth operations and member trust, resulting in organizational success.
Contextual performance refers to activities that serve the interests of an organization as a whole even
though such activities do not belong to official job duties (Kim & Kim, 2022). Such activities include
cooperation with colleagues, proactive problem-solving, volunteering for additional assignments, and
assisting in the creation of a positive work environment. In credit cooperatives, contextual performance
may take the form of assistance in completing tasks related to transaction processing or advice on using
digital tools. Research shows that contextual performance increases organizational efficiency by
encouraging teamwork, improving employee morale, and promoting knowledge exchange (Adula et al.,
2023). Employees who engage in such behaviors help streamline work processes and create a workplace
environment where common goals are valued (Rahardja et al., 2023). Additionally, an employee’s comfort
with technology plays an important role. Employees proficient with digital technologies are more likely
to assist their colleagues in adapting to new systems and resolving technological issues (Dhankar & Singh,
2023).

Within cooperative settings, contextual performance helps enhance the quality of services offered to
members. Staff members who exceed their official responsibilities in assisting members, providing
immediate information, and participating in team problem-solving activities help create a culture of high
standards, which improves the standing of the cooperative (Gachui, 2022). Moreover, training programs
centered on teamwork, communication, and adaptable skills positively affect such contextual behaviors,
revealing the link between staff development and improved employee performance (Jais & Ngah, 2024).
Counterproductive work behaviors (CWB) refer to the deliberate actions by employees that hinder
organizational effectiveness or negatively affect the working environment (Alexandro et al., 2025).
Among credit cooperatives, CWBs may include neglecting duties, providing incorrect information to
members, abusing digital platforms, or demonstrating uncooperative behavior towards colleagues. These
actions may reduce efficiency, jeopardize service quality, and erode member confidence. Research shows
that CWB negatively correlates with variables such as training development, technological preparedness,
and employee engagement (Eusufzai, 2023). Individuals who lack adequate training or encounter
challenges while using technological tools tend to be more susceptible to frustration, errors, and actions
subsequently labeled counterproductive (Bhuiyan, 2024). On the other hand, cooperatives that provide
structured training, reliable equipment, and supportive supervision can significantly reduce instances of
CWBs and promote compliance with organizational standards (Ng et al., 2022). Research indicates that
workers who receive support and feel proficient in their positions will be less likely to engage in actions
that can negatively impact organizational objectives (Lecrari et al., 2024). Hence, effective management
and mitigation of CWBs are crucial for sustaining high performance and member satisfaction within credit
cooperatives.

Correlation between Measures

The readiness of employees with regard to technology affects their performance by determining how fast
and accurately they complete tasks utilizing digital tools. Employees that exhibit technological readiness
showcase confidence when using digital applications such as cooperative management software, digital
financial transaction systems, and online communication platforms. As a result, their performance
improves alongside a reduction in errors (Hussain et al., 2022; Abd-o-Salloum & Al-Mousawi, 2025). In
addition, research has shown that technologically ready employees not only perform better but adapt well
to digital environments where they quickly learn new systems and solve problems effectively (Kulkarni
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et al., 2024; Rahim et al., 2022). The technological readiness is important in credit cooperatives because
employees frequently use online banking systems, digital record keeping systems, and automated
reporting tools. This point is supported by several studies that found that credit cooperative employees
with high technological readiness process member requests 35% faster and make fewer mistakes than
those with low technological readiness levels (Ogbodookum et al., 2022; Tunmibi, 2024). Moreover, high
technological readiness positively impacts "contextual performance™ as employees become more willing
to help colleagues with technical problems, share knowledge, and actively contribute to the development
of cooperative processes (Hossain et al., 2025; Khayyum et al., 2025). Motivation and self-directed
learning are other important factors in technological readiness that affect performance. The employees
who have intrinsic motivation to apply technology and are proactive in learning new systems exhibit
increased productivity and efficiency (Karim, 2025; Hunja, 2024). This is supported by studies indicating
that cooperative staff who possess high levels of technological readiness are more accurate in task
completion and contribute positively to organizational goals such as member satisfaction and quality of
service (De Larmelin et al., 2025; Otache et al., 2023). Overall, technological readiness serves as a
platform for employees to work efficiently, adapt to digital changes, and contribute to the sustainable
development of credit cooperatives. Research studies have found that there is a strong correlation between
technological readiness and organizational success factors such as productivity, quality of services, and
operational efficiency (Mwita, 2024). Organizations whose staff members demonstrate technological
readiness experience smoother digital change, more confidence among employees, and better adaptation
to new financial technologies (Kadiyono & Ashriyana Sulistiobudi, 2024). In cooperative environments,
where resources may be scarce, employees' technological readiness determines how technology can
improve service delivery and operational effectiveness.

Theoretical Framework

This study is based on Human Capital Theory, first presented by Becker (1993), which posits that the
knowledge, skills, abilities, and experience of employees act as valuable resources that increase
productivity and success in an organization. According to this theory, investment in human capital, such
as through education, training, and professional development, enables employees to be more productive,
adopt new technologies, and support organizational goals (Becker, 1993). In credit cooperatives, human
capital is evident in employees' ability to manage member accounts, process loans accurately, use financial
tools digitally, and provide high-quality services. Research has proven that cooperative employees who
participate in training programs develop skills that enhance their performance and enable them to make
valuable contributions to the organization (Mweu & Mose, 2024). According to the theory, continuous
updating of employee skills through training and development increases productivity as well as the ability
to adopt new technologies, which are very essential to modern cooperatives whose operations depend on
digital systems (Mwita, 2024). Human Capital Theory further elaborates that the value of skills possessed
by employees improves over time through experience, practice, and learning (Becker, 1993). For credit
cooperative employees, repetitive involvement with tasks and training increases their proficiency in
financial software applications, digital transactions, and service procedures, thus improving their work
performance. The research studies suggest that organizations that strategically invest in employee training
experience notable improvements in productivity, efficiency, and service quality (Kadiono &
Ashriyanasulistibudi, 2024). Further, employees who receive role-specific training often demonstrate
increased confidence and motivation, thus leading to their greater engagement and willingness to
cooperate in attaining cooperative goals (Wahyuningtas et al., 2023). The ability of employees to use
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technology effectively is particularly important for cooperative workers since it helps them operate digital
systems and enhances operational efficiency (Koech & Gatobu, 2024). According to Goal-Setting Theory
by Locke and Latham (1990), employee performance is determined by goal clarity, goal challenge, and
commitment to the goals set. The theory states that clear and challenging goals positively impact
motivation, focus, and persistence, leading to better performance compared to vague and easy goals
(Locke & Latham, 1990). In credit cooperatives, employees regularly perform complicated financial
activities, member interactions, and processes that require high accuracy and efficiency. With clearly
defined performance goals, leaders of such cooperatives can direct their employees towards key priorities,
increase accountability, and enhance their commitment to organizational objectives (Kirchirchir, 2024).
Research shows that goal-setting not only improves task performance but also encourages helpful
behaviors such as teamwork, problem-solving and initiative — all of which are critical for efficient
cooperative functioning (Farrukh Shahzad et al., 2025). Goal-Setting Theory emphasizes the importance
of aligning individual goals with organizational objectives as well. In cooperatives, employees'
performance goals need to facilitate broader objectives like service quality improvement, financial
accuracy, and member engagement (Kulkarni et al., 2024). Misalignment between personal and
organizational goals results in decreased motivation, emergence of counterproductive behavior, and poor
performance. However, with proper goal alignment and training as well as technology readiness,
employees demonstrate greater commitment, consistent performance, and flexibility to face new
challenges (Azhra et al., 2025).

Conceptual Framework

As depicted in Figure 1, two independent variables and one dependent variable were examined in this
study. The first independent variable can be referred to as technological readiness of employees. This
variable is made up of four important components: equipment capacity, technology skills, self-directed
learning and motivation. This represents the capacity and willingness of employees to use technology
effectively in their job roles, along with their proactive approach to learning and adapting to new digital
tools and systems. The second independent variable was training and development. This variable includes
all aspects of employee training programs including assessment of needs, design of training program,
implementation and evaluation of program results. Training and development act as an essential
mechanism for equipping cooperative employees with the competencies required to achieve organizational
goals, optimize operational performance, and adapt to evolving workplace requirements. Effectively
designed programs ensure that employees gain both technical expertise and essential interpersonal skills,
which are vital for delivering quality service and sustaining cooperative standards. The dependent variable
of this study is employee performance, which reflects an outcome influenced by technological readiness
and training development. This variable indicates how efficiently employees perform their job
responsibilities and contribute towards organizational goals. Employee performance comprises three
dimensions: Task performance: This refers to the efficiency and quality with which employees complete
their job tasks. Contextual performance: It encompasses behaviors that benefit the overall organizational
environment, including assisting co-workers, exhibiting initiative, and creating a positive work culture.
Counterproductive work behavior: This refers to negative actions that prevent the organization from being
effective, such as negligence, mistakes, or disruptive behaviors.
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Figure 1. Schematic Diagram of the Study

3. METHODOLOGY

Quantitative research design and multiple regression analysis were utilized in this study to determine the
influence of technological readiness and training development on work performance. To generate accurate
results, the survey questionnaire was constructed on a 4-point Likert scale rating, underwent validation
from experts and was subjected to reliability test called Cronbach Alpha. Further, in order to fully
understand each question statement, the adapted instruments from various studies were contextualized to
fit in with the credit cooperative personnel’s organizational setup. The study was conducted in the District
2 of Davao Oriental namely; City of Mati, Lupon, and San Isidro. The study used a universal or total
population sampling method. The respondents were all employees of credit cooperative firms with a
minimum of six months employment with their cooperatives registered under the Cooperative
Development Authority (CDA). The data obtained were carefully analyzed based on the objectives of the
study. Mean and Regression analysis were used to measure the level and significant influence,
respectively.

To safeguard participants’ privacy and ensure their well-being, the researcher obtained written informed
consent from each individual. The researcher implemented stringent security measures for all personal
information collected. The researcher carefully assessed and managed all potential risks, especially those
related to health, and took necessary steps to minimize or eliminate them. The safety and welfare of the
participants were the top priority of the researcher. All sources were properly cited, providing appropriate
attribution for any borrowed material. The research was conducted with unshakable honesty and profound
respect for intellectual property rights. To ensure the credibility of findings, the researcher verified that all
data and results had been accurately obtained and reported, free of any falsified facts.

4. RESULTS AND DISCUSSIONS

4.1 Level of Technological Readiness of Employees among Credit Cooperatives

As evident from Table 1, the level of technological readiness among the employees of credit cooperatives
is extremely high since their mean score was 3.59 (SD=0.37). It means that they have the capability and
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motivation to adopt new technologies within the workplace context. Out of the five dimensions of
technological readiness, Motivation achieved the highest mean score (M=3.68), which means that they
have highly positive attitudes towards technology and were highly motivated to make any changes brought
about by the adoption of technology. They believe that technology adds value to their job experience, and
they are willing to do more to acquire technological knowledge. Self-directed learning comes second with
a mean score of 3.62, which suggests that they personally engage in enhancing their technological skills
through learning on their own. This was evident from the proactive nature of the employees regarding
their readiness to adapt continuously through learning. Technological skill also recorded an extremely
high average rating of 3.59, meaning that the employees are quite certain about their ability to use
computer software, learn technology, and leverage digital technology for improved performance in their
work. On the other hand, equipment capability received the lowest average among the measures at 3.47,
which was again considered extremely high, indicating that the employees were quite confident about the
availability of technology and equipment to perform their duties. It is evident from the results that the
employees are adequately prepared in terms of technology and digital tools.

Table 1
Level of Technological Readiness of Employees among Credit Cooperatives

Descriptive

Indicator Mean SD Level
Equipment Capability 3.47 0.48 Very High
Technology Skill 3.59 0.44 Very High
Self-Directed Learning 3.62 0.41 Very High
Motivation 3.68 0.42 Very High

Overall 3.59 0.37 Very High

Legend: 3.26 —4.00-Very High; 2.51 — 3.25-High; 1.76 — 2.50-Low; 1.00 — 1.75-Very Low

These results indicate that credit cooperatives have been evolving into technologically adaptable
institutions, able to cope with the needs of digitalization. The extremely high level of technological
readiness was attributed to the required competences, motivation, and learning orientation to maintain
efficiency and effective operations in an organization operating in a technology-intensive environment.
Motivated and technology-oriented workers will be more efficient and productive, adaptive to change,
innovative and contribute to better organizational outcomes and performance. Besides, the high degree of
self-directed learning suggests that workers are ready to update their knowledge and skills despite the lack
of training programs, which can enhance organizational effectiveness and sustainable development in the
future. While the result for equipment capability is at the lowest mean, it means that cooperatives provide
enough technological assistance to ensure effective employee operations.
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These results are consistent with the findings by Aini et al. (2025) who argued that technological readiness
is an important factor that greatly affects the behavioral intentions of people as well as their intentions to
accept and utilize the technologies that have been introduced into an organization. This is also supported
by the research by Anh et al. (2024) whose results show that highly technologically ready individuals are
much more likely to be accepting and using artificial intelligence and other types of digital technology at
work. According to Rahardja et al. (2023), technological readiness improves the adoption and use of
technology by employees. Kadiyono and Sulistiobudi (2024) mentioned that both technological readiness
and self-efficacy make a positive contribution towards organizational performance and financial
performance because these concepts motivate the employees to adopt technology. Felemban et al. (2024)
mentioned that technological readiness of an organization heavily depends upon the motivation level of
employees, technological skills of employees, and their attitude towards change. Additionally, Khin and
Hung Kee (2022) stated that technological readiness acts as one of the key factors to prepare organizations
for Industry 4.0 and digital transformation strategies. Trivedi et al. (2024) also observed that digital
readiness has a significant relationship with job satisfaction of employees and technology-based work
system participation. Furthermore, according to Tunmibi (2024), digital literacy was found to predict the
motivation of workers to make use of Al technologies. The above-mentioned researches have justified
the results of the current study since employees who are technologically ready find it easier to adapt to
changes in digital technology and enhance organizational performance.

4.2 Level of Training Development of Employees among Credit Cooperatives

Table 2 presents the development of training within credit cooperatives in Davao Oriental, which has a
very high mean score of 3.51 (SD=0.40). This means that, on the whole, employees view the effectiveness
of training programs within the cooperative very favorably. Of the various indicators, Effectiveness scored
the highest mean score of 3.61, implying that training activities have greatly improved the efficiency and
competence of employees within the workplace. Training transfer is likewise high among employees,
meaning that they can make use of their training in accomplishing work effectively. Training needs
assessment and development implementation have both scored very high mean scores of 3.51 and 3.50
respectively, implying that training programs have been very successful in addressing the job-related
needs and skill gaps of employees. These implied that credit cooperatives were conscious about the need
to assess the development requirements of their employees and to see to it that the benefits of training
were incorporated into their operations. But program design had the lowest mean rating (M=3.44), albeit
very high, which indicates that although the materials and format of training programs have been good,
more improvements can still be made.

Table 2
Level of Training Development of Employees among Credit Cooperatives
Indicator Mean | SD Descriptive
Level
Training Needs Assessment 3.51 0.42 Very High
Program Design 3.44 0.46 Very High
Effectiveness 3.61 0.46 Very High
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Development Implementation 3.50 0.47 Very High
Overall 3.51 0.40 Very High

Legend: 3.26 — 4.00-Very High; 2.51 — 3.25-High; 1.76 — 2.50-Low; 1.00 — 1.75-Very Low

The results indicated that there was an effective adoption of training development processes by the credit
cooperatives that enhance the competencies of the employees and the organizational performance. This
high perception on the effectiveness is because training contributes to enhanced productivity, increased
confidence, and professional skills of the employees. In the case where the employees have been
adequately trained and can effectively utilize the knowledge in their work, then there will be improvement
in service delivery and efficiency in the organization. Additionally, the high existence of training needs
assessments shows that there is awareness of the development needs of the employees.

Findings can also be validated by the research work done by Mwita (2024), who noted that training in
saving and credit cooperative societies has a very positive impact on the performance of the employees
and their contribution to organizational success. The effectiveness of training has been shown to have a
significant impact on financial and operational performance in cooperative organizations according to
Oliveira et al. (2024). Bristol-Alagbariya et al. (2022) further mentioned that performance management
and training contribute positively to organizational productivity through improving competency and
efficiency of employees. Furthermore, Ting et al. (2024) elaborated on the fact that proper training transfer
positively affects the organizational citizenship behavior and overall performance in contemporary work
settings. Similarly, Dhankhar & Singh (2023) pointed out that systematic training along with the use of
HR analytics in developing development programs ensures enhanced adaptability and career growth for
employees. In addition to this, Sethi et al. (2023) also highlighted the fact that organizational support,
along with readiness for change, is an important factor that can help make training programs and job
performance outcomes more effective.

4.3 Level of Work Performance of employees among Credit Cooperatives

According to Table 3, the employees within the credit cooperatives recorded very high performance at
work, with a total mean score of 3.58 (SD=0.38). This suggests that employees have the capability to
efficiently complete tasks, exhibit positive behavior in the workplace, and maintain excellent interpersonal
relationships. On the other hand, among all the performance dimensions, counterproductive work behavior
had the highest score, which was recorded at 3.63, implying that employees conduct themselves in a
responsible manner and are emotionally well controlled. The contextual performance was close at second
place with a mean score of 3.61, showing the ability of employees to assist other employees in the
organization, engage in group efforts, and perform duties outside their designated duties. This is an
indication of organizational citizenship behavior, which entails the contribution of employees towards
ensuring a conducive working environment. The third aspect was task performance with a mean score of
3.51, meaning that employees are capable of performing assigned tasks and meeting organizational
expectations with satisfactory outputs. In summary, results indicate balanced employee performance on
organizational tasks and teamwork.
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Table 3

Level of Work Performance of employees among Credit Cooperatives

Indicator Mean | SD Descriptive
Level

Task Performance 3.51 0.44 Very High
Contextual Performance 3.61 0.42 Very High
Counterproductive Work Behavior 3.63 0.41 Very High
Overall 3.58 0.38 Very High

Legend: 3.26 — 4.00-Very High; 2.51 — 3.25-High; 1.76 — 2.50-Low; 1.00 — 1.75-Very Low

These findings indicated that there was a very efficient workforce in terms of doing its duties that, apart
from being efficient at doing its assigned tasks, is cooperative and exhibits sound behavior in the place of
work. High levels of context-related performance mean that employees are contributing in terms of doing
things above their job descriptions; this brings a lot of cohesion within the team and in the place of work.
High scores in counterproductive work behavior mean that employees have the capacity to regulate their
own behavior, thus avoiding workplace conflicts and inefficiencies.

These results are supported by the work done by Mustagim et al. (2024) who discovered that employee
engagement and goal orientation considerably help boost the performance of employees and their
competence at work. In a similar vein, Ting et al. (2024) highlighted that the psychological capital and
efficient training transfer contribute to the enhancement of organizational citizenship behavior which is in
line with high contextual performance in this study. Lastly, Lestari et al. (2024) found that self-efficacy
and work discipline are important indicators of the performance of employees. Moreover, Naveed et al.
(2022) emphasized that information literacy and lifelong learning can have a positive effect on
performance at work, as capable and properly trained employees would be able to work effectively.
Similarly, Yanamala (2022) indicated that well-designed systems of performance assessment and
feedback can lead to better employee performance and lower counterproductive outcomes. Also, Gachui
(2022) emphasized that performance of the employees in organizational settings largely depends on their
behavioral discipline, teamwork, and compliance with organizational norms. Thus, these studies confirm
the current results, as trained, motivated, and disciplined employees would demonstrate high task
performance and contextual behaviors.

4.4 Analysis on the Influence of Technological Readiness and Training Development on

Work Performance among Credit Cooperatives

The Table 4 below shows the result of the regression analysis on technological readiness and training
development program and its effect on work performance in credit cooperatives. The model is highly
significant (F = 72.9, p< .001) meaning that together, the predictors contribute significantly to the
variations in employee performance. The correlation coefficient of .775 indicates that there is a high
degree of association between the predictors and employee performance while R? of .601 means that
60.1% of the variation in employee performance can be attributed to technological readiness and training
development program.
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Table 4.4
Analysis on the Influence of Technological Readiness and Training Development on
Work Performance among Credit Cooperatives

Predictor Estimate | SE t p
Intercept 0.756 0.2422 3.12 0.002
Technological Readiness of 0283 0.1009 )3 0.006
Employees

Training Development Program | 0.516 0.0943 5.47 <.001
R=.775; R?=.601; F=72.9; p<.001

Both variables were found to be statistically significant predictors of employee performance. The impact
of technology readiness (f = 0.283, p = .006) is found to be significant because those who are ready
technologically are likely to perform well on their job tasks, teamwork, and performance at work.
Nevertheless, the variable of training development program ( = 0.516, p < .001) has been identified as
an even more influential predictor of employee performance than technology readiness. Based on the
findings, enhancing the level of technological readiness and development of training programs will
improve the efficiency of employees working in the credit cooperatives. Nevertheless, more importance
should be given to development of training systems since they play a significant role in determining
employee performance. It is important for organizations to develop effective training programs at the same
time equipping their employees with the necessary technological capabilities.

The results of this research are in harmony with the work of Mwita (2024) that showed that training plays
a crucial role in enhancing the performance of employees and effectiveness of organizations through
cooperation. Likewise, Oliveira et al. (2024) discovered that there is an evident influence of training
programs on organizational efficiency and financial success. Khin and Hung Kee (2022) pointed to
technological readiness as one of the determinants of organizational performance. In addition, it is evident
from the research by Aini et al. (2025) and Carvalho et al. (2023) that technology readiness and digital
competency have a substantial impact on the employee's performance and creativity. Furthermore, Sethi
et al. (2023) observed that training and support systems in an organization have a significant impact on
employee productivity. Overall, the findings provided above indicate that technology readiness and
training development have critical impacts on employee performance, where training development plays
a dominant role.

5. CONCLUSION

According to the findings of the study, credit cooperative workers had shown themselves to be very
receptive towards using technology in their line of work. It can be seen that these workers displayed
confidence and were willing to adapt to using technology in order to become more efficient in carrying
out their duties. Moreover, training programs provided by the credit cooperatives are perceived to be quite
beneficial for the employees. Moreover, employees exhibited high levels of performance with respect to
performing their tasks, collaborating with other individuals, and showing responsible behavior at work. In
addition, findings from this research revealed that the two elements, i.e., technology readiness and training
development, influenced employee performance in positive ways. However, training development had a
greater effect on performance, stressing the significance of training programs for improving performance
in credit unions.
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6. RECOMMENDATION

Credit unions are advised to focus on developing the capacity of their workforces to meet the requirements
of the mid-career and seasoned workers as well as the new recruits to ensure continued high performances
and high engagement. It is important for cooperatives to improve their technology infrastructure and
conduct constant training sessions for ensuring that their workers remain technologically ready. Managers
need to design and organize training sessions in a manner that ensures they are interactive and geared
towards future job demands. Given the importance of technological readiness and training development
as factors that affect performance, cooperatives should make it a point to invest in both as key strategies
in making improvements within their organizations. Researchers interested in conducting future studies
on this topic are advised to consider other environments apart from cooperatives where such an analysis
can be conducted.
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